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2010 RSJI Employee Survey

• Help measure understanding of the Initiative, 
as well as gather ideas for improving our 
efforts;

• Help develop future RSJI work plans and 
communication strategies; and

• Measure changes over time since 2008. 



Who We Heard From

• 5,200 employees completed the survey representing nearly 
half (49%) of the total City workforce compared to one-third 
participation of City employees in 2008

• Reached beyond “the choir” hearing from departments not 
traditionally involved in RSJI and with less exposure to RSJI 
training

• Surveys were completed electronically and in hard copy paper 
and all were anonymous

• Respondents mirrored overall City racial and ethnic 
demographics



Survey Participation by Department

Arts and Culture

City Light

Civil Rights

Economic Development

Executive Administration

Finance and Administration

Fire

Housing

Human Services

Information Technology

Law

Legislative

Library

Municipal Court

Neighborhoods

Parks and Recreation

Personnel 

Planning and Development

Police

Public Utilities

Seattle Center

Transportation

Other Department

Total

100%

44%

100%

91%

66%

61%

26%

69%

44%

76%

91%

42%

44%

37%

70%

34%

65%

66%

40%

63%

39%

59%

89%

48%

Survey Participation 2010 
(percent of employee participation per department)



I am actively promoting Race and Social 
Justice changes in the workplace

I can identify examples of institutional racism

I feel comfortable talking about race within 
my department work setting

I think it is valuable to examine and discuss 
the impacts of race

I have a basic understanding of the Race and 
Social Justice Initiative

I feel competent in my interactions with other 
races and cultures

77%

72%

82%

86%

90%

96%

56%

65%

74%

82%

83%

94%

63%

67%

76%

83%

85%

94%

Employee Understanding of and Support for RSJI  

All employees Nonsupervisors Supervisors



My department encourages staff to attend RSJI 
trainings and other RSJI events.

People in leadership in my department 
participate in and support discussions on 

institutional racism

My department provides support for resolving 
workplace issues involving institutional racism

84%

72%

67%

69%

56%

54%

73%

61%

58%

Leadership Support of RSJI

All employees Nonsupervisors Supervisors



More Time

More RSJI 
information/training

Greater 
Management 

Support

Budget

28%

14%

11%

6%

Employees would become more actively involved if...



Key Findings

Concrete strategies aimed at institutional 
change making progress

• Workforce Equity

• Contracting Equity

• Inclusive outreach and public engagement

• Immigrant and refugee access to services



RSJI Employee Survey
Conclusions

1.    The Race and Social Justice Initiative has expanded and 
is no longer just “preaching to the choir.”

2. The growing reach of the Initiative creates a new 
challenge of capacity.

3. A multi-tiered response is required to effectively carry on 
racial equity work within the City and bring real change 
to the lives of people who live and work in Seattle.. 



Race and Social Justice 
Community Roundtable

25 institutions and community-based organizations
working together to:

• Eliminate institutional racism within their own organizations
• Collaboratively tackle structural racism

So that we eliminate racial inequity in Seattle. 



Race and Social Justice 
Community Roundtable

2010 – 2011 accomplishments:

• State-wide legislative agenda on racial inequity in 
education

• Using a Racial Equity Tool to review budget, policy 
and program decisions

• Implement strategies to eliminate racial inequity in 
school discipline rates



Race and Social Justice Initiative
development of a new three year plan

Our current plan



Overview of planning process

• Guided by high level steering committee.

• Utilize existing infrastructure (e.g., Change Teams, Core Team, 
Roundtable, etc) to make efficient use of existing resources and 
build capacity to address racial inequity.

• June thru Aug – meet with key stakeholders to assess current 
efforts and opportunities for the next phase.

• Sept thru Dec – meet with key stakeholders to share draft plan.

• Jan – plan finalized and implementation begins



Departmental mid-year progress reports

Departments will:
• Share examples of their use of the Racial Equity Toolkit.

• Highlight efforts to achieve racial equity in the community 
within their lines of business.

• Provide written work plan updates describing 
accomplishments in workforce equity, contracting equity, 
outreach and public engagement and immigrant and refugee 
access to services. 


